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ARTICLE I /.AGREEMENT 
THIS AGREEMENT is entered into by and between the Municipal Housing 
Authority of the City of Schenectady, New York, hereinafter referred 
to as the "Authority", and the Civil Service Employees Association, 
Inc., Local 1000, AFSCME, AFL-CIO, for the Schenectady Housing 
Authority Unit #8507 of the Schenectady County Local 847, hereafter 
referred to as "CSEA" or as the "Union". This Agreement shall be 
governed by the terms and provisions of the Public Employees' Fair 
kployment Act {Taylor Law), Article 14 of the Civil Service Law, 
other relevant portions of the Civil Service Law of the State of,New 
York, Civil Service Rules of Schenectady County and the Rules and 
Regulations of the Authority. 
The general purpose of this Agreement is to set forth terms and 
conditions of employment, and to promote orderly and peaceful labor 
relations for the mutual interest of the Authority, the employees and 
the Union, in accordance with the intent of the Public Employees' 
Fair knployment Act of 1967. 
The parties recognize that the interest of the community and job 
security of the employees depend upon the Authority's success in 
establishing a proper service to the community. 
To these ends, the Authority and the Union encourage to the fullest 
degree, friendly and cooperative relations between the respective 
representatives at all levels and among all employees. 
ARTICLE I11 / REXOGNITIOR 
Section 1. The Authority recognizes the CSEA as the sole and 
exclusive representative for all employees in the negotiating unit as 
described in Article rV. 
-2. The Authority shall deduct from the wages of employees 
and remit to the CSEA, Inc., 143 Washington Avenue, Albany, NY 
12210, regular membership dues and other authorized deductions for 
those employees who signed authorizations permitting such payroll 
deductions. 
Section 3. The Authority agrees that the Union shall be the sole 
representative for all employees described in Article IV for the 
purpose of collective negotiations from the first day of April 1, 
2002 through the thirty-first day of March 2006. 
ARTICLE 111 / RECOGNITION (CONTINUED) 
Section 4. The CSEA affirms that it does not assert the right to - 
strike against the Authority, to assist or participate in any such 
strike or to impose an obligation upon its members to conduct, assist 
or participate in such a strike. 
ARTICLE IV / BARGAINING UNIT DESCRIPTION 
The Authority hereby recognizes the CSEA as the sole and exclusive 
representative for the purposes of collective negotiations in respect 
to rates of pay, wages, hours of employment and other terms and 
conditions of employment for all employees of the Authority for the 
term of this Agreement, excluding Executive Director, Director's 
Secretary, Department Heads, Temporary Department Inspectors, SJTA 
Personnel not hired under current MHA positions and employees covered 
under Local 1037. 
Section 1. Tem~orarv Em~lovees 
Temporary employees shall be compensated in accordance with the rates 
listed in the Salary Schedule. 
Zection 2. Part-time Em~lovees 
All hourly and/or per diem employees who work 750 or more hours in a . 
calendar year shall be eligible, effective January 1, of the . 
following year for the following benefits: 
a. Vacation - 1 to 5 years - 4 days per year 
5 to 10 years - 6 days per year 
10 years or more - 7 days per year 
b. Sick Leave - 4.5 days per year 
c. Personal Leave - One (1) day per year to convert to sick 
time at end of year. 
d. Part-time employees shall be permitted to accumulate sick 
time to a maximum of fifty (50) days. 
e. Part- time employees shall be permitted to accumulate 
vacation time to a maximum of (20) days. 
f. Part-time employees shall be permitted to take two holidays 
per year: Thanksgiving and Christmas. 
Use of the above benefits will be in accordance with the appropriate -< 
sections- of the Union Contract. 
.ARTICLE V / COMPENSATION 
Section 1 (a. ~ffective April 1, 2002, there shall be a three (3%) 
percent increase on the Salary Schedule as reflected in Appendix A-1. 
Section l(b). Effective April 1, 2003, there shall be a three (3%) 
percent increase on the Salary Schedule as reflected in Appendix A-2. 
Sectionlo. Effected April 1, 2004, there shall be. a three (3%) 
percent increase on the Salary Schedule as reflected in Appendix A-3. 
Section l(d). Effective April 1, 2005, there shall be a three (3%) 
percent increase on the Salary Schedule as reflected in Appendix A-4. 
Section 2. The employee will also receive increment steps where due 
and owed. This shall also take effect each April 1st. 
Section 3. Lonaevitv 
Employees who have worked continuously for the Authority for five, 
ten, fifteen, twenty' and twenty-five completed calendar years, will 
be paid an annual amount above their regular salaries as follows: 
5 years - 2002 - $ 1000.00 5 years - 2003 - $ 1025 .OO 
10 years - 2002 - $ 1125.00 10 years - 2003 - $ 1150.00 
15 years - 2002 - $ 1250.00 15 years - 2003 - $ 1275.00 
20 years - 2002 - $ 1550.00 20 years - 2003 - $ 1575.00 
25 years - 2002 - $ 1600.00 25 years - 2003 - $ 1625.00 
5 years - 2004 - $ 1050.00 5 years - 2005 - $ 1075.00 
10 years - 2004 - $ 1175.00 10 years - 2005 - $ 1200.00 
15 years - 2004 - $ 1300.00 15 years - 2005 - $ 1325.00 
20 years - 2004 - $ 1600.00 20 years - 2005 - $ 1625.00 
25 years - 2004 - $ 1650.00 25 years - 2005 - $ 1675.00 
Hereinafter, all longevity amounts will be paid at the equivalent 
amount of AFSCME Local 1037 contract. 
Section At the same time of an individual's retirement, the 
longevity increment will be paid in the person's final paycheck on a 
pro-rata basis so as to allow the individual to receive the full 
credit for the increment in the computation of the New York State 
Retirement Benefit. 
ARTICLE V / COMPENSATION (CONTINUED) 
Section 5. Each employee covered under this Agreement who has 
performed satisfactorily on the job according to the judgment of 
their Department Head and who has been working continuously on a 
full-time basis for the Authority since January 1, or earlier is r -  
eligible to receive a merit increment annually, beginning on the 
following April lst, up to a maximum of the Grade to which their 
position is allocated in Appendices 1, 2, 3 & 4. The increment - -  
received will be equal to the amount specified for their grade level 
in Appendices 1, 2, 3 & 4. 
Section 6. Any employee covered under this Agreement who uses their 
personal car for,authorized Authority business will be reimbursed at 
the rate of 36.5 cents per mile in 2002. Any future increase in the 
mileage allowance-as per the IRS rate per mile will also be increased 
for Authority employees. 
Section 7. S~ecial Rates of Pav 
Salaried employees who regularly supervise employees covered under 
the Local 1037 Agreement shall receive a $150.00 differential above 
the base pay rate of the highest paid employee in Local 1037 to which 
they supervise. 
ARTICLE VI / OVERTIME COMPENSATION 
Section 1. During emergencies and/or because of other unusual 
requirements, employees may be required to work over their normal 
work week or work day.' When so required, employees shall be 
compensated as follows: 
A 1 Salaried employees who regularly supervise permanent per 
diem employees covered under the Local 1037 Agreement, and who are 
required to work in excess of their normal work day, may elect to 
take cash payment at time and one-half the employee's regular rate of 
pay or compensatory time off at time and one-half .- The choice is to 
be made by the employee when the time is worked. Time worked on 
Sunday shall be paid at twice the employee's regular rate of pay. 
Compensation for work on a holiday shall be twice the employee's 
regular rate of pay plus holiday pay for the first eight (8) hours: 
Thereafter, all the time worked shall be compensated at the rate of 
twice the regular rate of pay. 
B 1 Salaried employees, exclusive of those referred to in 
paragraph A above, will receive either cash payment or compensatory 
time off at time and one-half their regular rate of pay. The choice 
is to be made by the employee when the time is worked. Employees 
ARTICLE VI / OVERTIME COMPENSATION (CONTINUED) 
section 1 ( B I .  (continued) 
asked to work overtime who, themselves, chose to work that overtime 
on Sunday shall be paid at a rate of time and one-half for that time. 
When Sunday work is required of employees of the Authority and 
approved by a supervisor, then time worked shall be paid cash or 
compensatory time at twice the employee's rate of pay. 
Section 2. The following rules will apply to compensatory time off: 
A) Compensatory time off must be authorized by the employee's 
Department Head. 
B No employee may accumulate more than twenty (20) days of 
compensatory time except by express approval of the Executive 
Director of the Authority. Accrued compensatory time shall be 
payable to the employee upon separation from employment or death 
during employment with the Authority. 
C) All accumulated compensatory time must be used prior to 
December 1st of the calendar year in which it is earned, with the 
except ion that compensable time earned during the month of November 
may be taken during December, and any compensatory time earned during 
the month of December shall be used during the next succeeding year. 
D Exceptions to the foregoing must be approved by the 
. Executive Director of the Authority. 
ARTICLE VII / WORK DAY AND WORK WEEK 
Section 1. The normal work week shall run Monday through Friday. It 
shall consist of five (5) working days of seven (7) hours each. 
Salaried employees work 8:00 AM to 4:00 PM, with one (1) hour for 
lunch. 
Section 2. "Breaks" are limited to 30 minutes per day per rules and 
Union contract. Breaks may be 15 minutes in the a . m .  and p.m. or 
two, 10 minute breaks in the a.m. and one 10 minute break in the p.m: 
or reversed. 
ARTICLE VIII / HOLIDAYS 
The following days are holidays for all regular full-time employees, 
and they shall be paid at their regular rate for these days or 
substitution days subject to the conditions below: 
ARTICLE VIII / HOLIDAYS (CONTINUED1 
HOLIDAY 
Martin Luther King 
New Year' s Day 
Washington's Birthday 
Memorial Day 
Independence Day 
Labor Day 
Columbus Day 
Veteran' s Day 
Thanksgiving Day 
Friday after Thanksgiving 
Afternoon before Christmas 
Christmas 
Day after Christmas 
. Employee Birthday 
DATE OF OBSERVATIOW 
3rd Monday in January 
January 1st 
3rd Monday in February 
Last Monday in May 
July 4th 
1st Monday in September 
2nd Monday in October 
November 11th 
4th Thursday in November 
4th Friday in November 
December 24th(must work the 
morning 
December 25th 
December 26th 
Birthday 
A. If any holiday falls on Saturday, the preceding Friday 
shall be the observance day. If the holiday falls on a Sunday, the 
succeeding Monday shall be the observance day. 
B. To receive pay for a holiday, an employee must not have 
been absent without leave either on the work day before or the work 
day following the holiday. Absence due to illness or other reason is 
permissible only if employee's absence is authorized as provided in - 
Article IX or by the Executive Director of the Authority. 
WTICLE IX / VACATION. SICK bEAVE AND OTHER LEAVE POLICY 
Section 1. Vacation 
A. Employees shall be eligible for two (2) weeks (10 days) 
annual vacation with pay after completion of one (1) year of 
continuous employment by the Municipal Housing Authority of the City 
of Schenectady. Subsequently, two (2) weeks vacation with pay is 
credited annually on January 1st. All full-time employees shall be 
granted one (1) additional day of vacation with pay for each 
successive full calendar year of continuous employment after the 
first five (5) years of continuous employment up to the completion of 
the twentieth (20th) year of service, at which time, the maximum 
annual vacation of five (5) weeks or twenty-five (25) work days shall 
be granted. 
ARTICLE IX / VACATION. SICK LEAVE AND OTHER LEAVE POLICY (CONTINUED) 
Section 1, Vacation (continued) 
A, (continued) 
All employees shall take or retain at least 2 weeks vacation. If an 
employee has more than 2 weeks vacation, they may choose to receive 
compensation for up to 15 days pay by selling back to the Authority 
this vacation. A n  employee may sell back vacation to the Authority 
on two (2) different occasions during the year, May and .November. 
Except by the granting of additional vacation days credited on 
January 1st as provided above, accumulated vacation shall not exceed 
fifty (50) days beyond December 31st of each year without the written 
authorization and prior approval of the Executive Director. 
B. Pavment for unused, accumulated vacation shall not exceed 
fifty (50) days to the employee or his/her estate upon separation 
from employment or death during employment with the Authority. 
- - - 
Payment to the estate shall be made to an authorized executor or 
administrator of the estate. 
C. ' The scheduling of vacations shall be at the discretion of 
the Executive Director for the proper functioning of the Authority. 
Seniority rights will be observed in vacation scheduling if these 
rights do not conflict with the administration .of the Authority. 
If an employee has broken service with the Municipal Housing 
Authority of the City of Schenectady, they shall be given credit for 
prior service provided: 
1. That their severance from the Authority's 
service was through no fault of their own. 
2. That the period of severance did not 
exceed three (3) years. 
3. That the credit for prior service shall 
become effective only after completion of 
one (1) year of continuous service upon 
.. their return to Authority employment. 
D. Seasonal employees shall not be deemed to be full-time 
employees under this Agreement; however, any seasonal employee who is 
employed six (6) months or more per year, after two (2) years of such 
seasonal employment, shall be given one (1) day vacation for each 
month employed during the previous year. 
ARTICLE IX / VACATION, SICK LEAVE AND OTHER LEAVE POLICY (CONTINWED) 
Section 2. Sick Leave 
A. Sick leave is leave with pay granted for sickness or 
related causes. An employee earns a sick leave credit for each month J -  
that they are on payroll for at least (one) 1 calendar day during 
that month. For the first five (5) years, an employee earns sick 
leave credits at the rate of one (1) day for each month and, - - -  
thereafter, at the rate of one and one-half 1 - 1 2  days for each ' 
month. An employee may use sick leave credits as soon as they are 
earned. Unused sick leave credits may be accumulated to a maximum of 
240 working days. Upon separation from employment or death during 
employment with the Authority, 75% of accumulated unused sick leave 
(computed at the employeef s then current rate of pay) is to be paid 
in cash to the employee or their estate, as the case may be. 
Absence because of personal illness may be charged to the accumulated 
sick leave provided the employee reports the illness to their 
supervisor within two (2) hours of the first working day of absence. 
The employee must keep the supervisor advised of the necessity for 
continued absence and furnish satisfactory proof of illness upon 
request. After five (5) consecutive working days absence due to 
personal illness, the employee must present a written statement by a 
licensed physician certifying that the employee's condition prevented 
them from performing the duties of their position. An employee may 
sell back a portion of unused sick leave to the Authority twice a 
year during May and November. A total of twenty (20) days per year 
of sick leave may be sold back to the Authority at 75% rate of pay. 
Sick leave may be used in fifteen (15) -minute segments. 
Any employee injured in the course of his/her employment may use 
their accrued sick leave as provided: 
1. Charges shall be made against accrued sick leave for the 
statutory waiting period not covered by the New York State 
Compensation Law. 
2. If any portion of a subsequently awarded compensation award 
covers a period for which an employee has used their accrued sick 
leave, then said proportion of the compensation award shall be 
credited to restoring a pro-rata share to employee's sick leave 
accruals. 
If an illness in the employee's immediate family requires the 
employee's personal care and attention, they may make a written 
application for leave of absence to their Department Head and, if 
approved, the employee may use their accrued sick leave in such 
instance. c 
ARTICLE IX / VACATION, SICK LEAVE AND OTHER LEAVE POLICY (CONTINUED) 
Section 2 .  
No sick leave pay shall be allowed on contiguous working days either 
before or after holidays or vacation except by the expressed 
permission of the Executive Director. 
No benefits are to be earned by an employee while they are on leave 
of absence from their job. However, while an employee is receiving 
paid sick leave and/or during the first three ( 3 )  months of receiving 
worker's compensation benefits, they shall continue to accrue 
employee benefits as if they were actually working. 
'Section 3. Personal Leave 
The three ( 3 )  days personal leave permitted to all employees each 
year may be used in fifteen (15) minute segments. Arrangements for 
the use of personal leave time off shall be made by the employee with 
their immediate supervisor, in advance, and shall not be deducted 
from sick leave or vacation benefits. The immediate supervisor shall 
not require an employee to give a reason as a condition for approving 
the use of personal leave credits. Personal leave may be used in 
conjunction with vacation leave or a holiday. Unused personal leave 
will be carried over to the following year and be credited as sick 
leave. 
Section 4. Militarv Leave 
Every employee shall receive leave in accordance with applicable 
section of the New York State Military Law. 
Section 5. Jurv Attendance 
On proof of the necessity of jury service or attending court pursuant 
to a subpoena or other order of the court, an employee. shall be 
granted a leave of absence with pay. However, the employee 
performing jury duty shall be paid only the difference between their 
regular pay and fees paid to them by the court for jury duty. 
Section 6. Bereavement Leave 
When a death occurs in an employee's immediate family, they shall be 
entitled, when so required, to the next five (5) days leave with pay 
to arrange for or to attend the funeral and burial. Immediate family 
includes spouse, child, parents of employee or spouse, brother, 
sister, grandchildren, brother-in-law, sister-in-law, grandparents, 
step-children and step-parents. 
ARTICLE I X  / VACATION, SICK LEAVE AND OTHER LEAVE POLICY (CONTINUED) 
Section 6. B e r e a v e m e n t  L e a v e  ( c o n t i n u e d )  
Employees may be granted paid leave for up to three (3) days for . 
deaths which create special circumstances not covered by this ' 
provision, which will not be unreasonably withheld.  his leave will 
be granted at the sole discretion of the Executive Director. 
Employees shall be entitled to one-half (1/2) day off with pay if the 
employee presents an obituary announcement to attend other funerals 
when so required. This leave is subject to approval of the Executive 
Director, which will not be unreasonably withheld. 
Section Worker' s Com~ensat ion On-The-Job 1nauirv 
Each employee will be covered by the applicable Workers' Compensation 
Laws. However, any employee who is unable to work as a result of any 
injury' arising out of the course of their employment shall be 
entitled to thirty (30) working days of injury leave at their regular 
rate of pay for any individual injury in each calendar year. For shy 
time thereafter, they shall be paid at the applicable workers' 
compensation rate, but may, at their option, elect to use accumulated 
sick leave to make up the difference in pay between the compensation 
rate and their regular rate of pay. When so used, sick leave shall 
be charged on an hourly basis in the proportion that the difference 
in pay between compensation and the regular rate of pay bears to the 
total regular rate of pay, but fractions of less than four (4) hours 
pay shall not be charged against sick leave. 
Section 8. Maternitv Leave 
A n  employee who has received a permanent appointment shall be granted 
maternity leave upon request. Such employee shall be allowed to 
perform the duties and responsibilities of her position as long as 
she is medically able, but must report the existence of pregnancy to 
her Department Head. 
Upon request and upon filing appropriate medical evidence that such 
employee is unable to perform the duties of her position due to the 
pregnancy, the employee shall be granted a leave of absence without 
pay for the period of her disability. Such leave shall extend for a 
period of not more than one (1) year after the birth of the child or 
other .termination of the pregnancy. During such leave, the employee 
may continue to use at full pay, any or all sick leave, personal 
leave or vacation credits she has accumulated. 
Section 9. Leaves of Absence without Pav 
A. The Employer shall grant leaves of absence without pay but 
without loss of seniority to the following: 
1. For not more than one (1) year to an employee elected to union . 
office upon written request of the Union. 
ARTICLE IX / VACATION, SICK LEAVE AND OTHER LEAVE POLICY (CONTINUEDL 
Section 9. Leaves of Absence Without Pav (continued) 
2. For not more than two (2) years to an employee suffering from a 
mental or physical illness upon a written certification by a licensed 
physician that the employee is incapable of performing work. 
3. For not more than one (1) year to an employee in whose immediate 
family there is a prolonged illness of a spouse, parent, spouse's 
parent, child, stepchild, ward, brother, sister or grandchild, 
provided that the employee is not gainfully employed elsewhere. 
4. For not more than two (2) years to an employee for educational 
purposes, provided that the purpose is job-related and that the 
employee represents that they intend to return to employment with the 
Authority. 
B. The Employer may extend the period of a leave of absence without 
Pay. 
Section 10. The parties further agree to establish an attendance 
incentive program which will be addressed by the parties through 
Labor Management committees. 
Section 11. The parties agree to abide by the provisions of the 
Family and Medical Leave Act (FMLA) . 
ARTICLE X / PENSIONS AND HEALTH INSURANCE 
Section 1. Retirement 
Effective January 1, 1975, all eligible employees of the Authority in 
this bargaining unit shall be members of the New York State 
Employees' Retirement System known as Plan 75-1 and their 
contributions shall be fully paid by the ~uthority. 
Section 2. Health Insurance 
Effective April 7, 1992, all current employees of the Housing 
Authority shall be eligible for either single or family coverage in 
the current health insurance plan or options. The cost of such plan 
shall be paid by the Housing Authority. 
Employees hired after ~pril 7, 1992, shall be eligible for coverage 
in the same plans however, the Housing Authority shall contribute 90% 
of the cost and the employee 10% of such plan. 
Effective 1/1/02, Doctor Co-Payments will be covered under the 
Fifteen Plus ($15+) or equivalent Plan. Prescription drugs will be 
available under a five-ten ($5-$10) dollars plan meaning employees 
will pay no less than five ($5) dollars for all generic drugs and no 
less than ten ($10) dollars for all brand-name drugs. Effective 
4/1/02, new hires will pay 20% of the premium. 
ARTICLE X / PENSIONS AND HEALTH INSURANCE (CONTINUEDL 
Section 2. H e a l t h  Insurance ( c o n t i n u e d )  
The Housing ~uthority agrees to maintain coverage as provided herein 
for employees who retire from the ~ousing.~uthority. 
Section 3. Dental Insurance 
Effective January 1, 1975, all employees in this bargaining unit 
shall be afforded the Blue Shield 80-20 Dental Program Family 
Coverage and Rider A with the under 25 age in accordance with terms 
and conditions under Section 2A, Article X. Retirees are covered by 
this Section at 100% for individual and 50% for family. Effective 
April 1, 1998, employees are entitled to Option 2. 
Section 4. Disabilitv Benefits 
Ef fect'ive January 1, 1975, all employees in the CSEA bargaining unit 
shall be afforded disability benefits under the Disability Benefits 
Law at no cost to the employee. 
Section 5.  Vision Care Benefits (See Appendix 6) 
The parties have agreed to establish a Vision Care Plan that shall 
include : 
- Eye Exam 
- Lenses (Choice of single or bifocal lenses, tint for lenses) 
- Premier Line of Frames 
- Contact Lenses 
Employees shall be entitled to these benefits once every two (2) 
years. 
The parties have further agreed to use Empire Vision to supply these 
benefits. Employees who choose to use a provider other than Empire 
Vision shall receive the same schedule of benefits. 
Section 6. Health Insurance Buv-Back 
Employees shall be eligible to either forego health insurance 
coverage or transfer from a family plan to an individual plan in 
accordance with procedures. Where an employee has qualified for the 
program pursuant to the policy in effect, , they shall receive fifty 
percent (50%) of the annual savings minus any applicable 
contribution, in equal semiannual installments. 
A. Employees must notify the Authority during the "window 
periods" of November and May to change enrollment. - - 
ARTICLE X / PENSIONS AND HEALTH INSURANCE (CONTIN[JED) 
Section 6. Health Insurance Buv-Back (Continued) 
B. . Employees would have to establish that they have 
alternative coverage. 
C. Employees can be reinstated to their insurance as soon as 
administratively possible. 
D. Pay out: would take place on or prior to June 15 and 
December 15. 
ARTICLE XI / GRIEVANCE P R O C E D W  
The following Grievance Procedure is incorporated pursuant to the 
provisions of Article 16 of the General Municipal Law. This 
procedure is to apply to all full time, regular employees with the 
exception of specifically stated exclusions; elected officials, 
members of citizen boards, commissioners, and all other personnel 
appointed to serve without compensation or individuals and/or groups 
compensated on a fee basis, are to be excluded from the general 
provisions of this section. 
Section 1. Em~lovee Oruanizations 
Through an orderly grievance procedure, it is the policy of the 
Municipal Housing Authority of the City of Schenectady to assure to 
Authority employees their right to full freedom of association, 
self-organization and designation of representatives of their own 
choosing for the purpose of protecting their interests as employees 
of the Authority; free from interference, restraint, coercion or 
reprisal, and the employees shall also be assured of their right to 
refrain from any and all such activities as they may deem. 
Every employee shall have the right to join or continue as a member 
of any employee association or labor organization, provided, however, 
that no employee shall organize or become a member of any society or 
group of persons which teaches or advocates that the -government of 
the United States, or any State or any political subdivision thereof, 
shall be overthrown by force or violence or by unlawful manner. 
Section 2. 
Every employee shall have the right to present their grievance in 
accordance with the procedure described hereunder, with or without a 
representative of their own choosing, free from coercion, 
discrimination or reprisal. 
ARTICLE XI / GRIENANCE PROCEDURE (CONTINUED) 
Section 2. Declaration of Basic Princi~les (Policvl (Continued) 
It is the fundamental responsibility of supervisors, commensurate 
with delegated authority and department heads to take appropriate 
action promptly and fairly on a grievance of any subordinate employee 
or employees. To this end, appropriate authority shall be delegated 
to supervisors to enable them to carry out the purpose of this 
ordinance. The head of each department shall be responsible for 
carrying out the provisions of this policy and the regulations 
prescribed hereunder. 
Administrative Authority officials are requested to weigh any public 
statements they make concerning alleged violations before an 
impartial hearing and determination is made to endure all possible 
safeguards to the Administration and to the persons involved and to 
avoid any premature implications that the violations alleged have 
been proved or established. 
Section 3. Definitions 
1. The term "grievance" shall mean any claimed violation, 
misinterpretation or inequitable application of this contract rules, 
procedures, regulations, administrative orders or work rules of the 
Municipal Housing Authority of the City of Schenectady, which relate 
to or involve employee health or safety, physical facilities, 
materials or equipment furnished to employees, or supervision of 
employees; provided, however, that such term shall not include any 
matter involving an employee's retirement benefits or any other 
matter which is otherwise reviewable pursuant to law or any rule or 
regulation having the force and effect of law. 
2. The term "proie~t~~ shall mean any housing developments 
operated by the Authority. 
3. The term nImmediate Sunervisor" shall mean the employee or 
officer who is assigned to exercise any level of supervisory 
responsibility over employees in the department wherein the grievance 
exists and who normally assigns and supervises the employee's work 
and approves their time record or evaluates their work performance. 
4 .  The term tvdaysll shall mean all days other than Saturday', 
Sunday and legal holidays. Saturdays, Sundays and legal holidays 
.shall be excluded in computing the number of days within which action 
must be taken or notice given with the terms of this ordinance. 
ARTICLE XI / GRIEVANCE PROCEDURE (CONTINUED) 
Section 4. Procedural Reauirements 
STEP ONE 
The complaint or grievance shall be presented verbally or in writing 
by the aggrieved employee or their representative to the Inunediate 
Supervisor or the employee or employees allegedly aggrieved. If the 
complaint or grievance is not resolved within three (3) working days 
of its presentation, the complainant either individually or by their 
representative has the right to proceed to the next step in the 
grievance procedure. 
STEP TWO 
The complaint or grievance must be reduced to writing and filed 
within five (5) working days of the completion of Step One with the 
Executive Director in the adjustment of grievances. A copy of the 
complaint and/or grievance must be sent to the employee's supervisor 
who initially passed upon the grievance. 
This grievance shall be considered and passed upon within three (3) 
working days after receipt of the appeal from Step One. The 
aggrieved and their representative and the Executive Director shall 
work for a satisfactory adjustment of the grievance through 
conference, negotiation and agreement. The determination and 
comments of the Executive Director passing upon the grievance shall 
be in writing, copies of which shall be transmitted to the aggrieved 
or their representative upon issuance. The aggrieved has the right 
to appeal the determination as provided in the next step of the 
grievance procedure. 
In the event that CSEA does not accept in whole or -in part the 
decision from Step Two, CSEA may file a Demand for Arbitration with 
the New York State Public Employment Relations Board (PERB) within 
fifteen (15) days of receipt of the Step Two answer. The arbitrator 
shall be selected using the procedures of PERB. The arbitrator shall 
have no power to add to, subtract from, modify or amend any of the 
provisions of this Agreement, or to issue an award limiting or 
interfering with the operation of any applicable provisions of law. 
The arbitrator's decision shall be in writing and shall set forth 
their findings of fact and conclusions, which shall be final and 
binding on the parties. The cost of the arbitrator including 
expenses, shall be borne equally by the parties. 
ARTICLE X I  / GRIEVANCE PROCEDURE (CONTINUEDL 
Section 5. Time Off for the Presenting of Grievances 
An employee and their representative, if an Authority employee, shall 
have such time off from their regular duties as may be necessary and +,- 
reasonable for the presentation of a grievance under the procedures 
above without loss of pay or of time credits. 
ARTICLE X I 1  / TENURE 
Section 1. Disciwlinarv Procedure 
A. Prior to any disciplinary interrogation the employee shall be 
advised, that they are the subject of an investigation and shall be 
given written notice of their right to union representation. 
B. No employee shall be disciplined except for just cause. Such 
employee shall be served with written notice of the action and the 
reason for it. Simultaneously, a copy of the notice shall be sent to 
the President of the Union. 
C. The concept of progressive and corrective disciplinary action 
shall be followed when imposing discipline. That is, discipline is 
designed to correct the employee's behavior, not merely to punish. 
The process of progressive discipline shall include counseling, oral 
reprimand, written reprimand, suspension or discharge. 
D. No removal or disciplinary action shall be commenced more than 
six months after the Authority has knowledge of the alleged acts of 
incompetency or misconduct. 
Section 2. Awweal From Disciwlinarv Action 
A. If the employee and/or the Union disagrees with the proposed 
disciplinary action, the Union may appeal the matter in accordance 
with Step 2 of the grievance procedure. If the Union is not 
satisfied with the response at Step 2, the Union may elect to submit 
the matter to arbitration by filing a Demand for Arbitration with the 
New York State ~ublic.Employment  elations Board (PERB) in accordance 
with its rules and procedures. The Demand for Arbitration must be 
filed within thirty (30) calendar days from receiving the Step 2 
response or when the Step 2 response should have been received. 
ARTICLE XI1 / TENURE (CONTINUED) 
Section 2. Anneal from ~iscialinarv Action (continued) 
B. Notwithstanding an appeal of a disciplinary action, the Employer 
may implement its proposed penalty in its sole discretion, subject to 
review by an arbitrator in accordance with the provision of this 
Article. Any employee who is suspended or terminated may not be paid 
in accordance with the provisions of Section 75 of the Civil Service 
Law. 
C. All decision rendered in such arbitration shall be final and 
binding. 
D. Binding arbitration shall serve as the only method of resolving 
challenges to disciplinary action, hence, wholly replacing the 
statutory provisions provided in Sections 75 and 76 of the Civil 
Service Law. 
Section 3. A warning and/or reprimand shall be removed from an 
employee's file twelve (12) months from the date of issue provided 
there are no repeat violations for the same infraction extending the 
time period or there is a pending disciplinary hearing during this 
period. More serious disciplinary penalties shall be removed after 
two (2) years. 
Section 4. Lavoff Procedure 
Employees in the bargaining unit who are suspended or demoted upon 
the abolition or reduction of positions within the Authority shall be 
provided those rights as defined in Sections 80 and 80a of the NYS 
Civil Service Law. 
- 
Section 5. Awwointments and Lavoffs 
The Employer shall provide the Union President with a biweekly report 
of all bargaining unit positions that are to be abolished and all 
bargaining unit employees who are to be laid off. The Employer shall 
provide the Union President with a biweekly report of all new 
appointments and promotional appointments. 
The Employer agrees to furnish the Union President with a complete 
listing of the names and work locations and job titles of all 
employees in the negotiating unit on an annual basis. In addition, 
the Employer shall provide the Union President with a report of all 
personnel changes, as changes occur within the MHA operation during 
each monthly period. 
ARTICLE XI1 / TENURE (CONTINUED) 
Section 5 .  A- 
The Authority will furnish the CSEA Unit President with copies of all 
Civil Service classification Standards (job spec's) for all positions ' 
in the bargaining unit. 
Section 6. The Employer shall provide to each employee a memo which 
indicates his/her annual salary, classification, grade, experience 
step, accumulated and unused sick leave, personal leave, compensatory 
time and vacation days due as of January 1st of that year. Employees 
will also be advised, in writing, by the Employer whenever there is a 
change of salary classification, grade or experience step during the 
course of their employment within 15 working days after the approved 
changed. 
Section 7. Senioritv Clause 
The Employer agrees to recognize and adhere to the principles of 
seniority based on date of employment, the only exception being part 
time employees whose time shall be pro-rated. Seniority shall be 
based on the date of employment, no matter what classification or 
upgrading an employee has been promoted into. He/she will carry 
his/her seniority into that position, from the date of his/her . 
employment. Seniority shall be transferred from Department to 
Department. 
ARTICLE XI11 / TUITION ASSISTANCE P R O G M  
The Authority agrees to pay tuition costs for job-related training on 
the following basis: 
a. 100% for a course the Department deems necessary for an 
employee to properly fulfill the responsibilities of their present 
position or if an integral part of an employee's formal development 
plan. 
b. 75% for a course that is related directly to the 
functions or work of the Department which reasonably may be expected 
to improve the employee's performance in their present position. 
c. 50% for a course which is generally expected to improve 
an employee's performance in their present position. 
ARTICLE XI11 / TUITION ASSISTANCE PROGRAM (CONTINUED) 
Such courses must be approved in advance by the Executive Director 
and must be offered by an accredited educational, institutional or 
vocational training program. Reimbursement is contingent upon 
successful completion of the course. Permanent employees, upon 
completion of a probationary period, shall be eligible for the 
tuition assistance program. 
d. Upon successful completion of a Conflict Resolution or 
similar class, a one-time bonus of $250.00 will be added to an 
employee's base salary. 
ARTICLE XIV / EMPLOmE SUGGESTION PROGRAM 
The Authority agrees to develop and implement an employee suggestion 
program in order that employees may be appropriately rewarded for 
meritorious suggestions and that the Authority may realize more 
efficient methods of operation and improved ways to serve the public. 
The Authority, after consultation with the Union, will establish a 
procedure to evaluate suggestions and offer cash and non-cash awards. 
ARTICLE XV / TEMPORARY ASSIGNMENTS 
Section When an employee is assigned to perform duties of a 
position in a higher grade, that person will be paid at the step just 
greater than their present salary in the salary range of the work 
being performed, but in no case shall that person be given less than 
an amount equal to one increment in their present range and this 
shall begin after one (1) day on the job, subject to the ruling of 
the Schenectady County Civil Service Commission. This arrangement is 
not applicable to temporary assignments which do not entail the 
acceptance of the full duties and responsibilities of the higher 
classification. If, however, an individual by virtue of their job 
description is to assume the duties of their super-ior in their 
superior's absence, that person shall continue to be compensated at 
their normal salary rate. 
ARTICLE XVI / LABOR-MANAGEMENT MEETINGS 
The Authority and the Union recognize the mutual benefits which may 
be realized by frequent and open communication, and to this end, 
agree that, officials of the Authority and the Union will meet to 
discuss general working conditions and management issues. They shall - -  
meet every 2 months. The group shall consist of a minimum of three 
(3) CSEA members. The topics of discussion may be broad in nature 
and may concern issues not in contention between the parties. These - - -  
discussions shall be separate from the grievance procedure described 
in this Agreement. Both parties to this Agreement shall have the 
right to name its own members to this Committee. The names of the 
committee members shall be exchanged at least 10 days prior to each 
meeting. 
ARTICLE XVII / RECIPROCITY OF TENURE 
Effective January 1, 1975, and not retroactively, the Authority 
agrees to give employees who change employment with no break in 
service from the County of Schenectady and the City of Schenectady 
eligibility for longevity and vacation proportionate to the time they 
were employed by the County or City. This agreement applies to 
persons who were employed by the Authority as far back as January 1, 
1959. Accrual of vacation and payment for longevity proportionate to 
the time employed by the County or City begins January 1, 1970, at 
rates established by the Authority. Vacation accrued while with the - 
County or City but unused cannot be taken while in the employment of 
the Authority. The provisions of this Article shall go into effect - 
only if the same conditions with respect to transferring Authority - 
employees is in effect in the County of Schenectady and the City of 
Schenectady. 
ARTICLE XVIII / REALLOCATION AND RECLASSIFICATION UNDER APPLICABLE 
CIVIL SERVICE RULES AND REGULATIONS 
Section 1. 
A. Any employee who sincerely believes that he or she is continually 
performing out-of-title work or improperly allocated work shall have 
the right to confer regarding same with their Immediate Supervisor. 
B. In the event any differences cannot be resolved, the 
request a hearing before the Executive Director to 
and/or written facts and arguments in support and in jus 
to why their position has increased in both 
responsibilities. Such appeals to this stage must be in 
employee may 
present oral 
tif ication as 
duties and 
writing. 
ARTICLE XVLLL I REALLOCATION AND RECLASSIFICATION UNDER APPLICABLE 
CIVIL SERVICE RULES AND REGULATIONS (CONTIN[JED) 
Section 1. (continued) 
C. In the event the Executive Director cannot satisfactorily resolve 
the differences, the employee may submit the original appeal and the 
Executive Director's written reasons as to why such request was 
denied to the Board of Commissioners for the approval or denial. 
D. Decisions by the Board of Commissioners shall be final. 
Section 2. The above procedure for employee requests for 
reclassification or reallocation shall not limit the Authority's 
right to upgrade any job title currently within the bargaining unit 
by itsf own authority. However, all such Authority initiated 
upgrading's shall be presented to the city Housing Unit CSEA 
President prior to final approval. 
ARTICLE XIX / ~CIPROCAL RIGHTS 
The Authority recognizes the right of the employees to designate 
representatives of the Civil Service Employees Association, Inc., to 
appear on their behalf to discuss salaries, working conditions, 
grievances and disputes as to the terms and conditions of this 
contract and to visit employees during working hours. Such 
employees1 representatives shall also be permitted to appear at 
public hearings before the members of the Authority upon request of 
the employees. 
Section 1. The Authority shall so administer its obligations under 
this contract in a manner which will be fair and impartial to all 
employees and shall not discriminate against any employee by reason 
of sex, creed, race, color or national origin. 
Section 2. The Authority personnel, with the approval of the 
Authority, shall have the right to post notices and other 
communications on bulletin boards maintained on the premises and 
facilities of the Authority. Said notices shall not contain anything 
which is defamatory, or condones breaking the law, or is otherwise 
improper. 
Bulletin boards will be provided in each appropriate building, which 
will be used for Union Activities and postings only. These bulletin 
boards will be kept clean and neat and current, and be the 
responsibility of the Union Officers to maintain. 
ARTICLE X I X  / RECIPROCAL RIGHTS (CONTINUED) 
Section 2. (continued) 
The Officers and Agents of the CSEA, Inc., shall have the right to 
visit the Authority's facilities for the purpose of adjusting 
grievances and administering the terns and conditions of this 
contract. Advance notice of such visits shall be given to the 
Authority and any interruption of the normal operations of the 
Authority shall be minimized. 
Section 3. Employees who are designated or elected for the purpose 
of adjusting grievances or assisting the administration of this 
contract shall be permitted reasonable amount of time free from their 
regular duties to fulfill these obligations, which have as their 
purpose, the maintenance of harmonious and cooperative relations 
between the Authority and the employees and the uninterrupted 
operation of the Authority. 
Employees who are CSEA Unit officials shall be allowed to use 
thirteen (13) days per year for Union business, with no charge to 
their accruals. Days to be used for union business to be paid at 
his/her normal wage scale, with no charge to their accruals. 
Section 4. The CSEA agrees to do its utmost to see that its members 
perform their respective duties loyally, efficiently and continuously 
under the terms of this Agreement. The CSEA and its members will use 
their best endeavors to protect the interests of the Municipal . 
Housing Authority of the City of Schenectady to conserve the 
property, protect the public and to give service of the highest 
quality. 
ARTICLE XX / WORKING CONDITIONS 
Section The Authority shall, whenever possible, notify the CSEA, 
Inc., at least seven (7) days in advance of any change in working 
methods or working conditions except where such change is required 
because of an emergency or major disaster over which the Authority 
has no control. The Authority shall notify CSEA, Inc., of all Civil 
Service job openings and post those openings. 
Section 2. The Authority and CSEA agree jointiy to establish a 
Safety Committee consisting of an equal number of Employer and Union 
Representatives, the number of members to be agreed upon. This 
Committee will advise Management of all safety activities and meet 
during normal working hours. 
ARTICLE WC / WORKING CONDITIONS (CONTINUED) 
Section 3. There shall be no CSEA Bargaining Unit Employee signature 
required on bank cards. 
Section There shall be one official employee personnel history 
folder, maintained in the personnel Office at the Main Of fice, 
located at 375 Broadway, of the Authority. Such personnel history 
folder shall contain all official letters of commendation, 
recommendation, and all personnel transactions. 
Any document relating to an employee's work performance placed in the 
personnel history folder shall be sent to the employee at the time of 
such placement in the folder. There will be a file on each employee 
in the Accounting Department for payroll and it shall be called 
"Workers Comp. File". 
Section 5. Protective Clothing and Devices 
The Employer shall provide necessary gloves, glasses, face masks and 
needle boxes to properly protect the employee from injury and 
infectious diseases. All SMHA ~ousing Inspectors shall receive work 
boots, shirts and jackets. 
ARTICLE X X I  / MAINTENANCE OF BENEFITS 
Any benefit or benefits which are recognized by ordinance or 
administrative regulations presently enjoyed by the employees within 
those negotiating units under this Agreement shall continue to remain 
in force subject to the terms of the appropriate sections of this 
Agreement, except that should any such benefit not be enumerated 
specifically in this Agreement, such benefit will be retained and 
remain in force as if such benefit is part of this Agreement. 
When authorized by State enabling legislation, all employees hired on 
or after the execution of this Agreement shall become members of the 
Union thirty (30) days a£ ter their hiring date or the effective date 
of this Agreement, whichever is later, and shall maintain membership 
in the Union for the duration of this Agreement, and any present or 
future employee who is not a Union member and who does not make 
application for membership, shall pay to the Union each month a 
service charge in the amount equal to regular monthly dues of this 
Union for the duration of this Agreement. 
ARTICLE XXIII / SEPARABILITY 
If the enactment of legislation or a determination by a court of 
final jurisdiction (whether in a proceeding between the parties or 
one based on a similar state of facts) renders any portion of the , -  
Agreement invalid or unenforceable, it shall not affect the validity' . 
of the rest of this Agreement which shall remain in full force 
according to the terms and in the same manner and with the same . 
effect as if such invalid portion had not been originally included - -  
therein. 
ARTICLE XXIV / TERMINATION 
Section 1. This Agreement shall become effective April 1, 2002, and 
shall terminate at the close of business March 31, 2006. On or 
within thirty (30) days before October 1, 2005, upon notice from 
either party, the parties shall commence negotiations concerning 
proposals advanced by either party for a new Agreement. 
ARTICLE XXV / COPY OF CONTRACT 
The Authority shall provide all employees in the Bargaining Unit with 
a copy of this Agreement in booklet form, at the employer's expense, 
within one (1) month of ratification by both parties. 
ARTICLE XXVI / LEGISLATIVE APPROVAL 
It 
agr 
by 
sha 
is agreed by 
,cement requir 
amendment of 
.ll not become 
and between the parties that any provision of this 
.ing legislative action to permit its implementation 
law or by providing the additional funds therefore, 
effective until the appropriate legislative body has 
given approval. 
ARTICLE XXVII / EMPLOYMENT OPPORTUNITIES FOR LOWER INCOME PERSONS 
In compliance with Section 3 of,the Housing and Urban Development Act 
of 1968, Public Law PL 90-448, it is understood that to the greatest 
extent feasible, and subject to the requirements of Section 32 of the 
Public Housing Law of the State of New York, opportunities for 
training and employment in the operation and administration of the 
housing projects under the .jurisdiction of the Authority shall be 
given to lower income persons residing in the area of such housing 
projects. 
ARTICLE XXVII (CONTINUED1 
It has been recommended and approved by the Board of Commissioners of 
the Municipal Housing Authority to develop and implement an education 
and incentive program for the Municipal Housing Authority employees. 
Such a program would be developed by and between M.H.A. Management 
and C.S.E.A. Labor/Management Committee. Upon completion, review and 
final acceptance of such a plan by MHA, HUD and CSEA an amendment 
will be made to the existing CSEA Union Contract. 
ARTICLE XXVIII / POLICY AND COMPLAINT PROCEDURE REGARDING 
DISCRIMINATION AND HARASSMENT 
To ensure for all employees of the Schenectady Municipal Housing 
Authority an environment free from sexual, racial, religious, and 
all other kinds of unlawful discrimination or harassment, 
including discrimination and harassment based on race, sex, 
color, religion, national origin, age, disability, marital 
status, veteran status, union affiliation, or political 
affiliation, or other unlawful consideration. 
XI. Policv 
A. It is the policy and practice of the Schenectady Municipal 
Housing Authority to prohibit discrimination and harassment in 
any f o m  of its employees, applicants, contractors, visitors to 
the Schenectady Municipal Housing Authority's offices, sites or 
facilities, or by any person associated with Schenectady 
Municipal Housing Authority. It is also the Schenectady 
Municipal Housing Authority's policy that behavior or actions 
which constitute sexual or other prohibited harassment will not 
be tolerated. Appropriate disciplinary action, up to and 
including dismissal pursuant to the collective bargaining 
agreement, will be taken in any instance where an employee 
violates this policy. 
B. No supervisor or management representative will make 
unwelcome sexual advances to anyone for whom he/she has or may 
have supervisory authority. Furthermore, no supervisor or . 
management representative, whether or not there is an immediate . 
supervisory relationship, will threaten or insinuate, either 
explicitly or implicitly, that any job applicantr s or employee1 s 
refusal to submit to his/her sexual advances will adversely 
affect the applicantr s ability to be hired or .an employee's 
employment, evaluation, wages, advancement, assigned duties, 
shifts, or any other condition of employment or career 
advancement or development. 
C. Discrimination and harassment as defined below are illegal - 
under state and federal law. ~iscrimination or harassing 
behavior directed towards employees, contractors, job applicants, 
and visitors to the Schenectady Municipal Housing Authority's 
off ices, sites or facilities, whether committed by a management 
or non-management personnel, is also strictly prohibited by the 
Schenectady Municipal Housing Authority and by this policy. 
111. Sexual Harassment Defined 
These are generally two forms of sexual harassment, both of which 
are unlawful and prohibited by this policy: 
A. Quid Pro Ouo: In this type of situation, a supervisor or 
manager makes unwelcome sexual advances and says or implies that 
an employeef s or applicant's failure to accept the advance could 
in some way a£ f ect the employee's or applicantr s employment 
prospects or conditions of employment (hiring, promotion, work 
assignments, pay increases, etc.). 
B. Hostile Environment: This is continuing unwelcome sexual or 
other discriminatory or harassing conduct in the workplace that 
has the purpose or affect of unreasonably interfering with 
another employee's job performance or creates an intimidating, 
hostile or offensive work environment. 
IV. Snecific Exarn~les of Sexual Harassment 
While it is not possible to list all circumstances that may 
constitute sexual harassment, the following are some examples of 
conduct which, if unwelcome, may constitute sexual harassment 
depending upon the totality of the circumstances, including the 
severity of the conduct and its pervasiveness: 
Unwelcome sexual advances - whether they involve physical 
touching or not; 
Sexual epithets, jokes, written or oral reference to sexual 
conduct, gossip regarding one's sex life; comment on an 
individual's body, comments about an individual's sexual 
activity, deficiencies, or prowess. 
Displaying sexually suggestive objects, pictures, cartoons; 
Leering, whistling, intentionally brushing against another 
employee's body, sexual gestures, suggestive or insulting 
comments ; 
Making unwelcome inquiries into another employee's sexual 
experiences; and 
Engaging in unwelcome discussions of sexual activities. 
All employees should avoid engaging in any of these activities 
and should report any such conduct to their immediate 
supervisor(s), or the Executive Director. 
V. Retaliation and Other Ssecial Considerations 
In addition to the above examples of prohibited conduct, all 
employees should take special note that retaliation against an 
individual who has complained about sexual or other prohibited 
types of discrimination or harassment, and retaliation against 
individuals for cooperating with an investigation of a 
discrimination or harassment complaint is unlawful and will not 
be tolerated by Schenectady Municipal Housing Authority. 
Employees should also be aware of the fact that sexual harassment 
is not limited to prohibited conduct by a male employee to a 
female employee, and that: 
A man as well as a woman may be the victim of sexual 
harassment, and a woman as well 'as a man may be the harasser. 
The victim does not have to be the opposite sex from the 
harasser; same sex harassment is likewise unlawful and prohibited 
by this policy. 
The harasser does not have to be the victim's immediate 
supervisor. (S(he may also be an agent of the supervisor, a 
supervisory employee who does not supervise the victim directly, 
a non-supervisory employee (co-worker), 01 I in some 
circumstances, even a non-employee. 
The victim does not have to be the person at whom the 
unwelcome sexual conduct is directed. (S)he may also be someone 
who is affected by such conduct when it. is directed toward 
another person. For example, the sexual harassment of one female 
(or male) employee may create an intimidating, hostile, or 
offensive working environment for another female (or male) 
co-worker or may interfere with a co-worker's work performance. 
VI. Res~onsibilities of All EmPlovees and Sunervisorv Personnel 
Each employee and every supervisor or management representative 
is personally responsible for taking steps to prevent employees 
and applicants from being harassed or otherwise discriminated 
against in violation of this policy. 
A. Emwlovee Res~onsibilities 
Specific responsibilities for all employees include: 
1. Ensuring that (s) he does not sexually harass or in any 
other way discriminate against any other employee, applicant for 
employment, or other individual in the workplace, in a manner 
prohibited by this policy: 
2. When any employee feels he/she has been the object of 
sexual or any other type of harassment or discrimination 
prohibited by this policy, the employee must take all reasonable 
steps to stop or prevent the conduct in question. This includes, 
whenever feasible, making it clear to the harasser that his/her 
actions are offensive and unwelcome. If this approach fails to 
end the offensive behavior, or if the employee is unable to 
approach the harasser, the employee shall report the activity 
using the complaint procedure outlined below. 
3.. Cooperating in- the investigation of complaints of 
alleged sexual or other prohibited harassment or discrimination 
by providing any information (s)he possesses concerning the 
matters being investigated and by telling the truth about such 
matters. 
B. Additional Res~onsibilities of Suwervisors 
Supervisors and management representatives are also charged with 
the specific responsibility of discouraging any conduct 
prohibited by this policy both within and outside of their areas 
of supervision/management and reporting any and all complaints to 
, their supervisor (s) and to the Executive Director. A 
supervisor's or manager's responsibilities therefore include 
directly confronting the harasser when a supervisor/manager 
observes harassing behavior that is or may be prohibited by this 
policy, and/or reporting the activity to the appropriate person. 
The refusal or failure of a supervisor to report any and all 
written complaints of harassment or discrimination to their 
immediate supervisor and/or the Executive Director, is a serious 
matter and will be considered grounds ,for discipline, up to and 
including discharge pursuant to the collective bargaining 
agreement. 
Even where the complaining employee asks to keep the complaint 
confidential, or indicates that he or she does not wish to file a 
formal complaint, supervisors have a responsibility to document 
all complaints made to them, including those of an informal 
nature, and to report the complaint and the employee's desires 
confidentially to their immediate supervisor and/or to the 
Executive ~irector. 
VII. Com~laint Procedure 
Complaints of possible discriminatory actions should be made in 
the manner most comfortable to the individuals concerned. 
Normally, complaints of harassment and discrimination of any kind 
should be made first to the person engaging in the offensive or 
unwelcome conduct, then to the employee's immediate supervisor or 
to that person's supervisor, then to the Executive Director. 
Realizing that any of these individuals may be the cause of the 
complaint, a complaint about conduct prohibited by this policy 
may always be made directly to the Executive Director. Employees 
who believe they have been the victim of conduct prohibited by 
this policy should also feel free to complain to any other 
manager or supervisory employee with whom they feel more 
comfortable. 
All complaints will be promptly investigated, and the results of 
the investigation will be reported back to the complainant. The 
Schenectady Municipal Housing Authority will strive to maintain 
the confidentiality of all complaints. However, such 
confidentiality cannot be guaranteed in the course of an 
investigation and the complainant should be advised of this fact 
and of the fact that the Schenectady Municipal Housing Authority 
has an obligation to investigate all complaints of discrimination 
and prohibited harassment and to take appropriate action when 
warranted by the facts. Information may also have to be 
disclosed as may be required by law. 
Employees who complain about conduct that is or may be prohibited 
by this policy should also be reminded that it is unlawful and a 
violation of this policy to retaliate against any employee who 
has made a complaint in good faith. 
Once the investigation has been completed a determinatidn will be 
made as to whether this policy has been violated. Where the 
investigation reveals that there is merit to the complaint and 
that this policy has been violated, the Schenectady -Municipal 
Housing Authority will take appropriate 'action upon the 
conclusion of the investigation. The complainant will be advised 
of the results of the investigation and the corrective action 
taken, if any. 
Questions about this policy should be directed to the Executive 
Director, the Union President or a staff person at CSEA. 
VIII. Traininq 
The employer will conduct a training program for the 
Discrimination and Harassment Policy within six (6) months of the 
signing of this contract. 
SCHENECTADY MUNICIPAL HOUSING AUTHORITY 
COMPLAINT OF DISCRIMINATION OR HARASSMENT 
NAME OF COMPLAINANT 
ADDRESS 
HOME PHONE WORK PHONE 
DATE OF HIRE 
YOUR DEPARTMENT 
DEPARTMENT HEAD 
NAME AND TITLE OF PERSON(S) COMPLAINED OF: 
DATE ( S) OF INCIDENT (S) TIME (S) 
DESCRIPTION OF INCIDENT(S) 
ARE YOU STILL EMPLOYED BY OR VOLUNTEERING FOR SCHENECTADY 
MUNICIPAL HOUSING AUTHORITY? 
ACTION YOU ARE SEEKING 
SIGNATURE DATE 8 
SCHENECTADY MUNICIPAL HOUSING AUTHORITY 
WITHDRAWAL OF DISCRIMINATION OR HARASSMENT COMPLAINT 
COMPLAINANT 
DATE COMPLAINT WAS F I L E D  
DEPARTMENT HEAD NOTIFIED 
I HEREBY WITHDRAW T H I S  COMPLAINT AND AGREE THAT NOT FURTHER 
ACTION I S  REQUIRED ON I T .  
COMPLAINANT'S SIGNATURE 
DATE : 
SCHENECTADY MUNICIPAL HOUSING AUTHORITY 
ACKNOWLEDGMENT OF RECEIPT OF COPY OF 
SCHENECTADY MUNICIPAL HOUSING AUTHORITY'S HARASSMENT POLICY 
AND RECEIPT OF RELATED TRAINING 
1, ~rinted name of em~lovee/volunteer hereby 
acknowledge that I have been given a copy of the Authority's 
policy on discrimination and harassment and have attended a 
training session at which the policy and my obligations under it 
were explained. 
- - - -- - - 
(signature o f  employee/volunteer) 
DATE : 
FOR THE CSEA, I N C - I  LOCAL FOR THE MUNICIPAL HOUSING 
1000, AFSCME, AFL-CIO FOR AUTHORITY OF THE C I T Y  OF 
THE SCHENECTADY HOUSING SCIIENECTADY 
SECRETARY 
LABOR RELJ~TIONS SPECIALIST 
DATED : @+*( / 7 z @ ~  
EXECUTIVE DIRECTOR d 
C C  
TITLE GE&m 
Account Clerk 4 
Account Clerk Typist 7 
Accountant 34 
Building Inspector Aide 20 
Clerk 
Community Services Coordinator 24 
Housing Financial Assistant 22 
Housing Rehabilitation Inspector 28 
Housing ~ehabilitation Specialist 
Information Processing Specialist I 
Information Processing Specialist I1 
Information Processing Specialist I11 
Occupancy Specialist 
Principal Account ~lerk/~ayroll 
Principal Account Clerk 
Purchasing Agent 
Senior Purchasing Clerk 
Senior Account Clerk Typist 
Senior Building Inspector Aide 
Senior Clerk 
Senior Stenographer 
Senior Typist 
Stenographer 
Tenant Relations Assistant 
Typist 
CSEA SALARY SCHEDULE 
GRADE 
1 
2 
3 
4 
5 
6 
7 
STEP 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
CSEA SALARY SCHEDULE 
GRADE 
8 
9 
10 
11 
12 
1 3  
14 
STEP 
1 
2 
3  
4 
5 
6 
1 
2 
3  
4 
5 
6 
1 
2 
3  
4 
5 
6 
1 
2 
3  
4 
5 
6 
1 
2 
3  
4 
5 
6 
1 
2 
3  
4 
5 
6 
1 
2 
3  
4 
5 
6 
CSEA SALARY SCHEDULE 
-. GRADE 
15 
16 
17 
18 
19 
2 0  
2 2 1  
STEP 
1 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2  
3 
4 
5 
6 
1 
2  
3 
4 
5 
6 
1 
2  
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
1 
2  
3 
4 
5 
6 
CSEA SALARY SCHEDULE 
GRADE 
22  
23 
2 4  
2 5  
2 6  
27 
28 
STEP 
1 
2 
3 
4 
5 
6  
1 
2 
3 
4 
5 
6  
1 
2 
3 
4 
- 5  
6  
1 
2 
3 
4 
5 
6  
1 
2 
3 
4 
5 
6  
1. 
2 
3 
4 
5 
6 
1 
2 
3 
4 
5 
6 
CSEA SALARY SCHEDULE 
4/1/02 to 
3/3/03 
.._ GRADE STEP 
GRADE STEP 
PART 
TIME 
CSEA SALARY SCHEDULE 
AM AIDE 
Per Hour Per Hour Per Hour Per Hour 
WPENDIX 5 
VISION CARE SCHEDULE 
Eye Examination . . . . . . . . . . . . . . . . . . . . . . . . .$ 22.00 
Includes : 1. Complete Eye Health Screening 
2. Glaucoma Screening (where indicated) 
a 3. Color Vision Testing (if required) 
4. Comprehensive Vision Analysis 
Glass - Base price $17.50 
Includes : * Titmus Standard Collection Frame 
* Clear Single Vision Lenses 
* Eyeglass Case 
* Prescription Range +-5.00 Sphere, Cylinder to 
3.00 Diopter 
Bifocal 
* ST25, Round Seg $11.00 
* ST28 $15.00 
Trifocal 
* 7 x 25, 7 x 28 $18.00 
Lens Extras Sincrle Bifocal Trifocal Proaressive 
* Photo gray $10.00 $18.00 $19.50 $30.00 
* Tints $ 8.00 $ 8.00 $ 8.00 N/A 
* Cylinder Power 
(over 3 .OO D) $ 8.00 $ 8.00 $ 8.00 $ 8.00 
* Sphere Power 5.00 
to 10.00 $ 8.00 $ 8.00 $ 8.00 $ 8.00 
Plastic & Polycarbonate - Base Price $19.50 
Includes : * Titmus Standard Collection Frame 
* All Single Vision Eyeglass Prescriptions 
* Eyeglass Case 
Lens Charges (per pair) Add to Base Price 
Bifocal Plastic 
* ST25, 28 Round Seg $13.00 
Trifocal 
* 7 x 25, 7 x 28 $24.00 
Polvcarbonate 
$17.00 
Lens Extras 
* Tints 
APPENDIX 5 VISION SCHEDULE (CONTINUED) 
Standard Safety Frames 
Base Price includes a Titmus Standard Collection Frame, listed 
below. 
Standard Collection 
SC-900, SP-83, SP-83BF 
70F, 70R 
Basic 7, Basic 7/Cup SS 
Included 
Included 
Included 
Safety Frame Extras 
Frame enhancements listed below should be added to the base 
price. 
Premier Collection 
PC 1, lu, 205, 206 
PC 9, 10, 102, 103, 105, 
.201, 203 . 
Pres Lady 
PC 8, 8u, 202, 253 
WF 803, 804 
PC 207 
PC 250, 250FB, 251 
Fashion Garde Collection 
307, 401, 402 
FC 308, 309, 421 
PC 2 
PC 4, 5, 7 
TM 6, 6u, 10, IOU 
FC 501, 601 
FC 310 
Frame Extras 
Clip-on Side Shield 
Permanent Side Shield 

Local 1000, AFSCME, AFGCIO 
143 Washington Ave.. Albany, NY 12210 
Danny Donohue, W i t  
